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Introduction 
Proactivity has been defined as “taking initiative in improving current circumstances; it 
involves challenging the status quo rather than passively adapting to present conditions” 
(Crant, 2000, p. 436). Proactivity is self' initiated and involves future' oriented actions that 
aim to change and improve oneself or the current situation (Parker, Williams and Turner, 
2006). Grant and Ashford (2008) viewed proactivity as a process that involves 
anticipating, planning and acting to bring about the needed change. Bindl, Parker, Totterdell 
and Hagger' Johnson (2012) made an assertion that proactivity mainly involves the processes 
of planning and enacting. This paper will discuss two forms of proactive career management: 
proactive planning and proactive enacting. Proactive planning is mainly taking initiative to 
prepare for the future while proactive enacting entails taking initiative to act and implement the 
plans identified.  
The concept of “protean career” was first introduced by Hall (1996) as a career that is 
flexible and mainly driven by individuals rather than organizations. Subsequent studies have 
investigated on protean career orientation as an individual’s tendency to independently manage 
one’s own vocational development (Briscoe, Hall and Frautschy DeMuth, 2006). Like protean 
career orientation, proactivity is a construct that is relevant for career development (Dikkers, 
Jansen, De Lange, Vinkenburg and Kooij, 2009). In the organizational context, employees 
need not only independence and persistence in their careers (Donohue, 2014) but also 
proactivity in developing and managing their careers. Globalization has given rise to many 
issues such as changing economic, political, social and cultural environments influencing the 
way employees work and manage their careers (Amundson, Mills and Smith, 2014). Hence, 
employees have to be proactive and take the initiative to plan for their own careers despite the 
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changing landscape of their respective organizations or industries. In addition, employees have 
to be proactive and determined to take initiatives to act on their own career plans despite the 
chaotic and turbulent landscape of business organizations. While these are relevant issues 
related to career development, very little is known regarding proactivity in the context of 
career development of employees. There is virtually no research that looks into proactive 
career planning and proactive career enacting and related variables that influence the 
relationship between these proactivity processes.   
This study aims to contribute to literature in several ways. First, this study 
investigates proactivity in the context of career development of employees. This is one of 
the few studies exploring the relevance of proactivity in managing and advancing one’s 
career. Second, this study looks into the relationship between proactive career planning 
and proactive career enacting. These proactive processes have not received considerable 
attention particularly in the context of career development. Third, this study takes an in'
depth look into proactive personality or the stable disposition to take initiative and be 
involved in future' oriented actions. This study highlights proactive personality as a moderator 
in the relationship between proactive career planning and proactive career enacting. This is 
the first study which investigates how proactive personality moderates the link between 
proactive career planning and proactive career enacting. Fourth, this study investigates 
cognitive complexity as another variable that moderates the relationship between proactive 
career planning and proactive career enacting. Cognitive complexity allows an individual to 
construe social behaviors in multiple ways, hence, investigating how it reinforces the 
relationship between proactive career planning and proactive career enacting is critical and 
can provide relevant insights particularly when reinforcing proactivity in the context of career 
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development among employees.  
Theoretical considerations 
Proactivity and career development 
One of the prominent perspectives in career development focuses on goal setting and goal 
attainment. Amundson et al. (2014) explained that much of the literature on career 
development has focused on how goals can be effectively set and how to make them happen. 
They added that the assumption in this particular perspective is that the goal' setting process is 
a continuous linear process that begins with planning and leads up to enacting. Building on this 
line of thinking, it is plausible to assert that career development involves the main processes of 
(1) planning where an individual searches for all possible options available for him or her to 
progress and advance his or her career and (2) enacting where an individual puts into action all 
the career plans that have been identified and work earnestly and dedicatedly to realize and 
turn them into reality.  
 Proactivity as an individual' level disposition can be demonstrated and manifested in 
both planning and enacting activities (Bindl, Parker, Totterdell and Hagger' Johnson, 2012). 
Proactivity can be observed in planning when an individual takes initiative in visualizing 
the future and identifying concrete action steps to achieve the desired goals or objectives. 
Meanwhile, proactivity can be observed in enacting when an individual actively 
implements and acts upon the plans to realize and make the goals happen. These 
characteristics of proactivity can be argued to apply in the context of career development 
particularly in terms of career planning and career enacting. Proactive career planning can 
then be viewed as taking initiative to imagine and visualize one’s career and actively 
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identify all the possible scenarios to be able to reach career goals. Meanwhile, proactive 
career enacting can be viewed as taking initiative to act upon career plans and actively 
implement actions towards the fulfillment of career goals and targets.   
 There are theories in proactivity that can also be used in the context of career 
development. One of them is self' regulation theory (Bindl, Parker, Totterdell and Hagger'
Johnson, 2012; Brandstatter, Heimbeck, Malzacher and Frese, 2003; De Vos, De 
Clippeleer and Dewilde, 2009; Raabe, Frese and Beehr, 2007). Self' regulation theory 
highlights any kind of action that aims to lessen or reduce discrepancies between the 
current self and the expected self (Carver and Scheier, 1998). Expected self mainly 
embodies what one wants to achieve and self' regulation assists individuals in bringing the 
current self to the realization of his or her expected self. In addition, self' regulation theory 
asserts the importance of constantly and actively monitoring oneself and overriding pre'
existing thoughts, feelings and behaviors. Some of these thoughts, feelings and behaviors 
can be strong and individuals may need to draw on personal resources including cognitive 
resources to overcome the strength of the habit and bring new sets of behaviors (Muraven 
and Baumeister, 2000). Self' regulation is critical when managing one’s career. The ability 
to actively regulate and adjust oneself can help an individual when making career plans 
and enacting on these career plans.    
Self' regulation theory also highlights the importance of self' monitoring which is 
critical when checking how one is making progress on his or her career. Self' monitoring 
is a cognitive process whereby pre' existing self' beliefs and structures significantly 
influence how an individual perceives information and how an individual organizes 
information (Bandura, 1991). Self' monitoring also has a self' motivating function which 
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directs and leads an individual towards goal setting which is critical in career 
development. The self' motivating function is asserted to be most effective through the 
presence of self' incentives (Zimmerman, 1989). This implies that individuals would be 
highly motivated to work towards goal setting and achieving career targets when there are 
incentives that are attractive to them. Self' directedness is another mechanism related to 
self' regulation. Bandura (1991) views self' directedness to activate and influence personal 
goal setting and self' evaluations. Self' directedness is also viewed as a cognitive process 
that prompts an individual to discern and to search what is required to achieve his or her 
own personal and career goals. All these characteristics of self' regulation are relevant for 
proactive career planning and proactive career enacting. When an employee is self'
motivated and can direct himself or herself, he or she can actively engage and can take 
charge of his own career planning and enacting. In addition, an employee who can 
regulate himself can constantly adjust to the situation and check his or her progress 
leading to the achievement of career plans.  
Another theory in proactivity research which can also be utilized in relation to 
career development is goal' regulation theory (Gollwitzer, 1990). The goal' regulation 
theory suggests that individuals can actively participate in planning for the future and 
committing themselves towards the achievement of the goals through self' directed 
engagement in goal generation processes (Gollwitzer and Schaal, 2001). Gollwitzer 
(1990) identified 2 main regulatory stages: pre' actional phase and actional phase. Pre'
actional phase involves visualizing and discussing the desired future while actional phase 
involves implementing and acting on plans to realize and actualize the desired future. 
These stages are embodied in the processes of proactive career planning and proactive 
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career enacting. Proactive career planning tends to actively exploit all possible scenarios 
to achieve the career plans while proactive career enacting involves taking initiative in 
implementing and acting on career plans and making them happen. With these theoretical 
anchors, it can be hypothesized that proactive career planning is positively and 
significantly related to proactive career enacting. 
H1: Proactive career planning is positively and significantly related to proactive career 
enacting.    
 
Proactive personality as a moderator  
Proactive personality has been defined as the stable disposition of an individual to take 
charge in influencing his or her environment and in bringing about change across different 
contexts and times (Bindl and Parker, 2010). People generally differ in their proclivity to 
take action that influences and changes their environment (Bateman and Crant, 1993). 
Others can easily take control and bring about needed change while others cannot. 
Previous studies have shown the positive relationship between proactive personality and 
the enactment of proactive behaviors. For example, proactive personality has been positively 
linked with proactive socialization and integration into an organization (Kammeyer'
Mueller and Wanberg, 2003). In another study, Seibert and colleagues (2001) found that 
proactive personality is closely related with taking initiative in terms of an individual’s 
career choices and development. Parker and Collins (2010) also found significant 
relationship between proactive personality and individual innovation, problem prevention 
and voice. Furthermore, Vandenberghe and Basak Ok (2013) found that proactive 
D
ow
nl
oa
de
d 
by
 D
ea
ki
n 
U
ni
ve
rs
ity
 A
t 2
2:
06
 0
6 
A
ug
us
t 2
01
5 
(P
T)
                    Proactivity in career development of employees
8 
 
 
personality plays a moderating role in the relationships of career commitment, turnover 
intention, internal networking, job embeddedness and turnover.  
Parker, Bindl and Strauss (2010) asserted that proactive personality enables an 
individual to be relatively unconstrained by situational forces in the environment. In 
addition, they highlighted that proactive personality can influence changes not only in the 
environment but also within oneself. Following this argument, it can be posited that 
proactive personality can moderate the relationship between proactive career planning and 
proactive career enacting. As discussed earlier, proactive career planning involves imagining 
career plans for the future and when an individual has a proactive personality he or she would 
have a stable disposition to take initiative in imagining career plans for the future which then 
leads to the proactive enactment of behaviors related to the career plans identified. 
Meanwhile, when an individual does not have a proactive personality he or she would easily 
be affected and constrained by the situational factors in the environment preventing him or 
her from taking an active stance when engaging in career planning and executing career 
plans. Thus, proactive personality is hypothesized to be a variable that moderates the 
relationship between proactive career planning and proactive career enacting.  
H2: Proactive personality moderates the relationship between proactive career planning and 
proactive career enacting.  
 
Cognitive complexity as a moderator 
Cognitive ability is considered to aid individuals in dealing with new and complex task for 
which they have no time or little biological preparation (Kanazawa, 2004). Frese et al. 
(2007) explored the role of cognitive ability focusing on cognitive resources in achieving 
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business success through elaborate and proactive planning. They posited that cognitive 
resources can be the cause of elaborate planning. Cognitive ability also involves cognitive 
flexibility which is found to be linked to creativity (De Dreu, Nijstad and Bass, 2011). A related 
construct which has not been investigated in relation to proactivity particularly in the context 
of career development is cognitive complexity. Cognitive complexity has been defined as an 
individual characteristic or trait that measures how he or she perceives, processes and 
transforms information in different ways (Carraher and Buckley, 1996). An earlier 
conceptualization explained cognitive complexity as “the capacity to construe social 
behavior in a multidimensional way” (Bieri et al., 1966, p. 185). Bieri and colleagues 
(1966) further explained that individuals with high cognitive complexity can perceive 
constructs in more differentiated dimensions compared to individuals with low cognitive 
complexity. In relation to proactivity in career development, cognitive complexity can play 
a significant role particularly in moderating the relationship between proactive career 
planning and proactive career enacting. When individuals possess high levels of cognitive 
complexity, the effect of proactive career planning on proactive career enacting should be 
stronger because of the availability of cognitive resources which allow the individual to 
construe social phenomena from various perspectives thus enabling him or her to have a range 
of alternatives from which to choose. Meanwhile, when individuals have low levels of 
cognitive complexity the effect of proactive career planning on proactive career enacting 
should be weaker because of the limited capability to develop, formulate and construct 
different plans of actions to reach the desired career objectives. Hence, it can be posited that 
cognitive complexity should serve as a moderator in the relationship between proactive career 
planning and proactive career enacting.  
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H3: Cognitive complexity moderates the relationship between proactive career planning and 
proactive career enacting.  
 
The conceptual model in Figure 1 summarizes the relationship between proactive career 
planning and proactive career enacting and shows the moderating effects of both proactive 
personality and cognitive complexity.  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Figure 1. Research framework 
 
Method 
Study 1  
Participants and procedures 
Participants in study 1 were working professionals from various companies in Australia 
(e.g., bank, manufacturing, telecommunication and school). Participants were randomly 
Proactive 
career 
planning 
Proactive  
career 
enacting 
Proactive 
personality 
Cognitive 
complexity 
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identified and recruited with the help of research assistants. A total of 288 working 
professionals participated in the study (72% response rate). After removing cases with 
high missing values, a total of 271 responses remained which were used in the analysis. 
Seventy percent (70%) of the participants were females and 30% were males. Forty five 
percent (45%) were below 35 years old and the rest (55%) were more than 35 years old. The 
majority of the respondents have a university degree (75%). Seventy five percent (75%) 
of the respondents were rank and file employees and 25% were supervisors/managers.   
 In terms of the procedures, an online questionnaire was developed and pre' tested 
to a sample of 25 graduate students. After the pre' test, minor modifications were made 
and the online survey was finalized and sent to a random sample of 400 employees drawn 
from a local directory of companies based mainly in Sydney and Melbourne. Research 
demonstrates that using an online survey is generally acceptable to study respondents and 
does not impact the quality of data when compared to paper' and' pencil surveys (Church, 
2001). Participants were informed about the aims and objectives of the survey. In 
addition, participants were told that participation in the survey was voluntary and 
information collected in the survey would remain anonymous. Participants were also 
instructed to complete the online survey within a prescribed time (2 weeks with constant 
email reminders).   
 
Measures 
All measures in this study asked respondents to indicate their level of agreement using a 5'
point likert scale ranging from 1 (Strongly Disagree) to 5 (Strongly Agree).  
Proactive career planning. This measure was adapted from Bindl et al. (2012) and modified 
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to reflect the context of this study. Five items were used to measure proactive career 
planning. Sample items were “I proactively think about the future and take initiative to plan 
my career goals” and “I proactively seek out various alternatives and plan intently in 
accordance to my career goals.” Cronbach alpha is 0.89. 
Proactive career enacting. This measure was also adapted from Bindl et al. (2012) and 
modified to reflect the context of this study. Five items were used to measure proactive 
career enacting. Sample items were “I proactively implement and take the initiative to act 
on my career plans” and “I proactively put into action the plans that I have for my career.” 
Cronbach alpha is 0.85. 
Proactive personality. This measure was adapted from Seibert, Crant and Kraimer’s (1999). 
Five items were used to measure proactive personality. Sample items were “No matter 
what the odds are, if I believe in something I will make it happen” and “I am always 
looking for better ways to do and accomplish things.” Cronbach alpha is 0.90. 
Cognitive complexity. This measure was adapted from Cacioppo, Petty, Feinstein and 
Jarvis (1996). Five items were used to measure cognitive complexity. Sample items were 
“I would prefer complex to simple problems” and “I prefer to think about small and daily 
projects to complicated and long' term ones (reversed).” Cronbach alpha is 0.81. 
Control variables 
Variables such as gender and age were controlled to determine the presence of 
confounding effects. Gender was measured with one item (0 = female; 1 = male). Age 
was measured in years. This is consistent with other control variables used in proactivity 
research (e.g., Bindl et al., 2012). 
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Results 
Study 1 Results 
Non' response bias analysis was conducted using the survey wave technique and it did not 
show any discrepancy between early and late respondents. We also looked into potential 
common method variance using Harman’s single factor test (Harman, 1976; Podsakoff, 
MacKenzie and Lee, 2003) and partial correlation technique using a marker variable 
(Lindell and Whitney 2001). Results did not show evidence of mono' method bias.  
Data analysis was then conducted. Data analysis had two main stages: measurement 
model test and structural model test. The measurement model test was done to test the 
validity and reliability of the constructs used in this study. The structural model test, on the 
other hand, was done to examine whether the hypotheses in this study are supported by 
empirical evidence.  
 
Measurement model test 
Confirmatory factor analysis was conducted to test how the items would load on their a 
priori constructs (Brown, 2012). The results suggest that all the items used in this study 
loaded significantly on their respective constructs. The significant loadings of the items 
indicate that there is evidence showing support to the convergent validity of the 
constructs used in this study. The constructs also demonstrate acceptable level of item 
homogeneity, reliability and validity as shown by the acceptable values of composite 
reliability coefficients (CRC) (Bagozzi, Yi and Phillips, 1991; Fornell and Larcker, 
1981). The composite reliability coefficient results are as follows: Proactive career 
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planning=.82; Proactive career enacting=.78; Proactive personality=.87; Cognitive 
complexity=.85. CRC is another robust indicator of reliability other than Cronbach alphas 
(Bagozzi, Yi and Phillips, 1991; Fornell and Larcker, 1981). Means, standard deviations, 
internal reliabilities and intercorrelations among study variables are reported in Table 1. 
 
Structural model test 
Structural model test through structural equation modeling (SEM) was conducted using 
AMOS. The results of the model generally show that it is very consistent with the data 
(∆❹ = 18.01, p < .10; CFI = .95; SRMR = .06). The CFI and SRMR both achieved the 
acceptable threshold levels: .95 or greater and .08 or lesser, respectively (Hu and Bentler, 
1999). The covariances were all significant at α = .05. Results, as shown in Figure 2, 
indicate that proactive career planning is positively and significantly related to proactive 
career enacting (β = .20, p < .05) demonstrating support of Hypothesis 1. Results further 
show that proactive personality (β = 0.13, p<.05) significantly moderates the relationship 
between proactive career planning and proactive career enacting demonstrating support of 
Hypothesis 2. Results also show that cognitive complexity (β = 0.17, p<.05) significantly 
moderates the relationship between proactive career planning and proactive career 
enacting demonstrating support of Hypothesis 3. Age and gender do not appear to have 
any substantive relationship to proactive planning.  
 
Study 2 
Lindsay and Ehrenberg (1993) emphasized that replications are the key to testing the 
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generalizability of results as it enables researchers to test whether the same result would 
hold again in a different population or under different conditions. Hence, study 2 was 
conducted in another population with a different cultural context and conditioning to test 
the generalizability of results in study 1. Participants in study 2 were working professionals 
from various organizations in the Philippines (e.g., call centers, property sector, services 
firms and schools). The Philippines is characterized with high level of collectivism and 
power distance which is the opposite of Australia that demonstrates low level of 
collectivism and low power distance (Hofstede, 1980; 2001). Participants were randomly 
identified and recruited with the help of research assistants. Sixty' nine percent (69%) of the 
respondents were females and 31% were males. Almost half (43%) were below 31 years old, 
37% were 32 to 47 years old and the rest (20%) were 48 years old and older. All of the 
respondents (100%) have a university degree. Eighty percent (80%) of the respondents were 
rank and file employees while 20% were supervisors/managers.  
 
Participants and procedures 
A total of 252 working professionals voluntarily agreed to take part and participate in the 
survey. After removing survey questionnaires with high levels of missing data, the 
number went down to 215 and these were utilized for data analysis.  
The same survey instrument used in study 1 was used for study 2. However, the 
mode of administration was different. A pen and paper survey methodology was utilized 
in study 2. Participants were informed about the aims and scope of the survey. 
Participants were also told that participation in the survey was voluntary and they could 
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opt out not to finish the survey. Participants were also informed that all information 
obtained in the survey would remain confidential and anonymous. With the help of 
research assistants, a face' to' face survey administration was conducted.  
Measures 
All measures in this study were similar to the measures used in study 1. English was not an 
issue as this is spoken by a vast majority of the Filipino population and is mainly used in 
business and organizational contexts (Bernardo, 2004). Also, all the items asked 
respondents to indicate their level of agreement using a 5' point likert scale ranging from 1 
(Strongly Disagree) to 5 (Strongly Agree). The Cronbach alphas of the measures range from 
.80 to .91 demonstrating reliability of the measures in another cultural context.  
 
Study 2 Results 
Data were analyzed using the same methods described in study 1. Means, standard 
deviations, internal reliabilities and intercorrelations among study variables are reported 
in Table 2. We also conducted structural equation modeling model (SEM) using AMOS. 
Similar to the results in study 1, the results of the model generally show that it is very 
consistent with the data (ᡶ ⡰ = 15.14, p < .10; CFI = .96; SRMR = .06). The CFI and 
SRMR both achieved the acceptable threshold levels: .95 or greater and .08 or lesser, 
respectively (Hu and Bentler, 1999). The covariances were all significant at α = .05. 
Results, as shown in Figure 2, indicate that proactive career planning is positively and 
significantly related to proactive career enacting (β = .23, p < .05) demonstrating support 
of Hypothesis 1. Results also show that proactive personality (β = 0.15, p<.05) 
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significantly moderates the relationship between proactive career planning and proactive 
career enacting showing support of Hypothesis 2. Similarly, results show that cognitive 
complexity (β = 0.20, p<.05) significantly moderates the relationship between proactive 
career planning and proactive career enacting demonstrating support of Hypothesis 3. For 
the control variables, age and gender do not appear to have any substantive relationship to 
proactive planning.  
 
Discussion 
This study takes an in' depth look into proactivity of employees in the context of career 
development. Proactivity pertains to taking charge and taking the initiative to make plans and 
turn them into reality, however, very little is known on proactivity in relation to career 
development. In this study, proactivity was investigated in terms of career planning (termed in 
this study as proactive career planning) and career enacting (termed as proactive career 
enacting). Proactive career planning basically pertains to taking initiative to imagine, 
visualize and identify all possible scenarios to reach career targets and goals. On the other 
hand, proactive career enacting basically involves taking charge of one’s career plans, 
implementing them and making them happen.  
 One important contribution of the study is the finding that establishes the positive 
and significant relationship between proactive career planning and proactive career 
enacting. Guided by theories such as self' regulation and goal regulation theories, the 
relationship between proactive career planning and proactive career enacting has been 
established and empirically tested with the same results found in two different cultural 
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contexts: Australia and the Philippines. Self' regulation primarily enables an individual to 
regulate oneself and adjust accordingly which is critical when developing and managing a 
career. Constant checking needs to be done in order to see whether one is achieving his or 
her career goals. In addition, self' directedness is important as it prompts an individual to 
discern and to evaluate what else is needed to reach the career target. Goal' regulation, on 
the other hand, paves the way for establishing the link between pre' actional phase (which 
is mainly embodied in proactive career planning) and actional phase (which is mainly 
captured in proactive career enacting). In both phases, goals are critical as they drive the 
energy and keep the level of persistence and initiative' taking high.     
 This study also focused on the role of proactive personality in the relationship 
between proactive career planning and proactive career enacting. Proactive personality is 
a salient individual' level variable for proactive planning and proactive enacting as it 
predisposes an individual towards taking action to influence and change oneself or the 
environment where one is in. Proactive personality allows individuals to identify 
opportunities and act on them without being limited by external as well as internal 
constraints. In addition, proactive personality allows individuals to persist until they reach 
the desired goals. These features of proactive personality contribute significantly in 
moderating the relationship between proactive career planning and proactive career 
enacting. Proactive personality has also been found to have its effects via cognitive states 
(Parker et al., 2006) allowing mental capabilities to be activated which are necessary in 
actively generating sets of plans that lead to the active execution and implementation.  
Other than proactive personality, another individual' level moderator in this study 
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is cognitive complexity. It was posited that cognitive complexity would significantly 
moderate the relationship between the proactive career planning and proactive career 
enacting and the findings supported this assertion. Cognitive complexity is an individual 
level characteristic that allows the construal of phenomenon in a multidimensional way. 
Because it allows an individual to look through a situation in a differentiated and multiple 
way, cognitive complexity plays a critical role in career development particularly in having a 
multiple array of career plans and identifying the best career option to implement and work 
on. In addition, cognitive complexity prompts complex thought processes that contribute 
significantly to the visualization of the future and the determination of the best options 
available to achieve the desired future. These inherent features of cognitive complexity 
enables the strengthening and reinforcing of the relationship between proactive career 
planning and proactive career enacting.  
Limitations and areas for future research  
While the findings of this study are encouraging, there are some limitations in this 
study. Proactive career planning and proactive career enacting are mainly based on self'
reports. Obtaining data from other sources (i.e., peers, supervisors) for validation would 
be an area that is worthy of further investigation. Doing so would strengthen the validity 
and reliability of proactivity constructs investigated in this study. Another limitation of the 
study is the general focus on proactive personality. There are other aspects of personality 
which were not investigated in this study. In future studies it may be interesting to 
investigate dimensions of personality that would strengthen the relationship between 
proactive career planning and proactive career enacting. For example, conscientiousness, 
one of the Big 5 personality dimensions, can be studied in the future to see how this 
D
ow
nl
oa
de
d 
by
 D
ea
ki
n 
U
ni
ve
rs
ity
 A
t 2
2:
06
 0
6 
A
ug
us
t 2
01
5 
(P
T)
                    Proactivity in career development of employees
20 
 
 
personality dimension correlates and impacts proactive career planning and proactive 
career enacting. Another personality dimension, openness to experience, can also be 
studied in the future. Openness to experience may have positive and significant 
relationship especially for proactive career planning given that it opens up an individual to 
new possibilities and options for the future. 
 There are also limitations in the way we measured cognitive complexity given its 
covert properties. In future studies it may be relevant to use other forms of measures that 
could show an individual’s thinking processes and its complexities. This may include posing 
a real' life scenario and allowing participants to identify possible solutions and plan of 
actions. The use of situational judgment tests can also be used to assess an individual 
cognitive complexity. In future studies, these methodologies can be explored to determine 
the role of cognitive complexity in reinforcing proactivity. 
Another variable that may be interesting to include in future studies is the role that 
culture plays in proactivity of employees. This study was conducted in 2 different cultural 
contexts but we did not measure culture directly. It would be interesting to know how 
cultural values of individuals and the society as a whole can influence proactive career 
planning and proactive career enacting. For example, power distance as a cultural value can 
be investigated to see how the extent to which employees accept that power is distributed 
unequally can impact on proactivity particularly when dealing with managers or leaders. The 
same can be done for collectivism as a cultural value. It would be interesting to investigate 
how belonging to an in' group can activate and trigger proactivity among employees who 
feel that they are part of the collective. These types of studies can help clarify the crucial 
role that culture can play in proactivity of employees in organizations.  
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Implications and conclusion 
Overall, this study offers practical insights relevant to career development of 
employees. In particular, this study highlights the role of proactivity and how proactivity 
impacts on career planning and career enacting. Proactive career planning is important for 
employees who are striving to reach their career goals. Taking initiative and taking charge of 
one’s career is critical for employees who aim to further develop their careers. This is 
particularly relevant given the turbulent changes happening in organizations, hence, 
employees have to be proactive when planning and managing their careers. In addition, 
employees need not only proactivity in planning but also proactivity in enacting and 
implementing their career plans. Without the proactive determination and dedication to act 
and implement, all efforts spent for career planning would be futile and wasted. Proactive 
career enacting has to go hand' in' hand with proactive career planning for career goals to be 
achieved.  
For organizations, ensuring that employees are equipped with proactive mindset and 
disposition is critical to manage the changes and pressures coming from internal and external 
sources. Human resources practices have to be conceptualized and developed to trigger 
proactivity among employees. For example, proactivity in career planning has to be 
understood and integrated in career development programs. Supervisors have to acknowledge 
the critical role of proactivity and how it can bring goals of their subordinates into fulfillment. 
In addition, proactivity has to be effectively managed and rewarded so those who exhibit 
positive behaviors associated with proactivity in career development would be rewarded. 
Doing so could motivate other members of the organization to also become proactive and 
build on this particular disposition. Training programs on how to activate and trigger 
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proactivity among employees should also be developed in organizations. Doing so could help 
employees and guide them on the best way to improve on their proactivity particularly in 
relation to career development.     
Proactivity of employees in relation to their career development is extremely valuable 
and can offer some practical contributions to individual employees as well as to the 
organization as a whole. More research has to be done, however, in order to fully ascertain the 
dynamics of proactivity among employees. Understanding the complexities of proactivity 
particularly in relation to career development would be of substantive value to organizations 
as they aim to reach their respective goals and objectives.   
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Table 1. Means, standard deviations, intercorrelations and reliabilities of Australian 
sample 
Variable     M SD   1   2          3        4           
Proactive career planning           4.16       0.44     (.89) 
Proactive career enacting           4.05       0.32     .56**  (.85)     
Proactive personality                  4.12       0.42     .57*     .48**   (.90) 
Cognitive complexity                 3.99       0.51     .68**   .52**   .48*   (.81) 
N=271; Reliabilities using Cronbach alphas are shown along the diagonal in 
parentheses. 
**Significant at p <  0.01 level; *Significant at p <  0.05 level 
 
Table 2. Means, standard deviations, intercorrelations and reliabilities of Philippines 
sample 
Variable     M SD   1   2          3        4           
Proactive career planning           4.10       0.75     (.91) 
Proactive career enacting           4.16       0.42     .43**  (.80)     
Proactive personality                  3.99       0.51     .50**   .40**   (.82) 
Cognitive complexity                 4.05       0.31     .47*     .61**    .44** (.85) 
N=215; Reliabilities using Cronbach alphas are shown along the diagonal in 
parentheses. 
**Significant at p <  0.01 level; *Significant at p <  0.05 level 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
*p < .05 level 
β = standardized beta coefficient and (standard error)  
Study 1 and Study 2 results are both included for comparison purposes. Study 
2 results are listed below the results for Study 1 
 
Figure 2. The structural model with moderating effects  
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